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Abstract 
Based on some relevant references, this article presents some important tools to evaluate the managing diversity in cross-cultural 
project teams. The approach used is based on a market survey results. For data collections were used four questionnaires. The 
four questionnaires are used in order to characterize: intercultural competence, communication style, the emotional intelligence 
level and the potential role that a person could play when he/she is part of a team. In the research were used five variables: age, 
nationality, residence (urban/rural), high school graduate and profile. The context of the research was defined by a collaborative 
and cross-cultural project team that took place in the University of Limoges (France) in 2013. All the questionnaires were applied 
on a sample of 125 subjects. All subjects worked in collaborative activities or cross-cultural projects. From the beginning, all the 
subjects were informed about the research context and the data confidentiality. Statistical processing will be performed with the 
specific version of Microsoft Office Excel 2003 and Sphinx Plus²- Lexica Edition - V5. 
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1. Introduction 
Nowadays, projects have dramatically increased in complexity, being formed by people with different 
backgrounds who must be integrated into the project teams [12]. Cultural differences influence the team members’ 
behavior in the cross-cultural projects. In modern organizations, intercultural dimension cannot be avoided [7]. 
People with different cultural backgrounds, working together, may bring creativity, new ideas in the projects 
collaboration and new approaches to problem solving [10]. The following important elements must be taking into 
account for effective cross-cultural project teams: understanding the cultural differences influenced by age diversity, 
gender, religions a respect the cultural differences [10] and the effective teamwork which is the key to success in a 
project team [3].  
A cross-functional team is formed by individuals from all levels within an organization, with different job 
functions and working to achieve a common goal. Cross-functional team members could come from different areas 
of expertise, such as manufacturing, quality, finance, human resources or marketing. Managing cross-functional 
teams has to generate a friendly and creative environment for all members. Culture should not act as a barrier; it has 
to show different options for the team actions, process development and problem solving [2], [13].  
Based on some relevant references, this article presents some important tools to evaluate the managing diversity 
in cross-cultural project teams. The approach used is based on a market survey results. For data collections were 
used four questionnaires. The four questionnaires are used in order to characterize: intercultural competence, 
communication style, the emotional intelligence level and the potential role that a person could play when he/she is 
part of a team. In the research were used five variables: age, nationality, residence (urban/rural), high school 
graduate and profile. The context of the research was defined by a collaborative and cross-cultural project team that 
took place in the University of Limoges (France) in 2013. All the questionnaires were applied on a sample of 125 
subjects. All subjects worked in collaborative activities or cross-cultural projects. From the beginning, all the 
subjects were informed about the research context and the data confidentiality. Statistical processing will be 
performed with the specific version of Microsoft Office Excel 2003 and Sphinx Plus²- Lexica Edition - V5. 
2. Materials and Methods 
The research was conducted in the University of Limoges, France, in 2013. All subjects worked in collaborative 
activities or cross-cultural projects. From the beginning, the subjects were informed about the research and the data 
confidentiality. For data collections was used a battery of tests measuring socio-cultural intelligence and group 
behaviour. Statistical processing was performed with the specific version of Microsoft Office Excel 2003 and 
Sphinx Plus²- Lexica Edition - V5. The proposed research methodology is based on a battery of tests measuring 
socio-cultural intelligence and group behaviour. The battery of tests are listed below. 
2.1. The Multicultural Personality Questionnaire (MPQ) Approach 
The Multicultural Personality Questionnaire (MPQ) has been considered as an important tool to measure the 
characteristics relevant to motivational, professional and occupational problems occurred in a multicultural and/or 
international environment [15], [16], [11]. The tool development started from the idea that cultural adaptation 
depends on five dimensions of human personality: cultural empathy (CE), open-mindedness to new (O), social 
initiative (SI), emotional stability (ES) and flexibility (F). The MPQ questionnaire was developed to measure the 
multicultural effectiveness and to evaluate the people behaviour in multicultural situations [15].   
The MPQ questionnaire validity is based on a large number of articles published in the literature. A large number 
of studies have reported inter-correlations obtained from scores used [4], [17], [19], [16]. In those studies were 
reported the significant relationships between the multicultural behavior characteristics and the dimensions 
described in the international career aspirations, developing multicultural activities, international orientation, self-
assessments and personal suitability for an international career [4], [15], [16], number of languages spoken (ability 
for foreign languages learning) and self-assessment skills, experience life abroad [16]. The MPQ questionnaire 
validity was also revealed by measuring the behavioral features [18], [14]; self-efficacy analysis [18]; students’ 
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analysis in an exchange program and students at undergraduate level [5]; employees in the field of an internal and 
international business analysis. 
2.2. The communication style questionnaire 
Communication is considered a capital component and a resource organization functioning, but it is not studied 
as such. The great diversity of communication forms developed within organizations requires their inclusion in 
certain classifications using several criteria, namely: depending on the direction: downward; upward; horizontal; and 
diagonal. The communication style questionnaire captures the most original and effective communication styles 
within an organization. The characteristics of the four different styles are given below:  
x action-oriented communication style seeks individuals characterized by this style, values the final results, 
the objectives, performance and productivity, efficiency, advancement, responsibility for their actions, 
feed-back and promptly objective is based on experience, seek challenge and track achievements priority;  
x process-oriented communication style - - individuals characterized by this style are well defined, planning, 
organizing, controlling and continually test their own work, always try to improve strategy, analyze, 
observe and seek practical arguments for each issue demonstrates and detail any view;  
x people-oriented communication style - individuals characterized by this style are concerned about 
relationships with people, listening to their needs, always seeking to motivate the others to have good 
teamwork and communication, concern with understanding and sensitivity to other people's problems, 
cooperative, have a strong conscience and strongly guided by personal values, and the expectations are 
always high;  
x ideas oriented communication style - individuals characterized by this style are concerned with innovation 
and creativity at work, constantly pursuing opportunities and to undertake major projects, feel safe in 
interdependence, seeking new ways to improve methods and strategies for solving problems, try making 
the most of all the resources and potential, as well as new work alternatives. They are imaginative, 
charismatic, hard to understand, creative, full of ideas, and provocative. 
2.3. The emotional intelligence questionnaire 
The emotional intelligence questionnaire identifies the importance of the basic skills that determine the success of 
an organization. Emotional intelligence (EI) is considered an important element for intercultural competence [6], 
[20]. [9] defined the emotional intelligence as being the ability to engage in sophisticated information processing 
about one’s own and others’ emotions and the ability to use this information as a guide to thinking and behavior. 
Emotional intelligence (EI) is a person's ability to be aware, to access and generate emotions and to assist their own 
thoughts, emotions, and knowledge to understand the emotional and reflexive control of their own emotions and to 
promote intellectual and emotional development [8]. The creators of the emotional intelligence theory, [8] defined 
emotional intelligence as being the capacity to understand and control emotions. According to those authors, EI 
combines feelings with thinking and thinking with feelings. 
 
2.4. The Belbin Team Role Inventory (Belbin Self-Perception Inventory) 
The Belbin Team Role Inventory, also called the Belbin Self-Perception Inventory, is a personality test developed 
by Meredith Belbin in 1970 to measure the preference for the Team Roles. 
3. The research methodology 
The research process was done in several stages. Questionnaires were sent by turn to the subjects, using the Lime 
Survey tool (Figure 1). Collection results began in June 2013 and ended in July 2013. The research variables used in 
the questionnaires were: age, nationality, residence (urban / rural), high school graduate and profile. In the research, 
the following questionnaires were used: Multicultural Personality Questionnaire (MPQ), the Communication Style 
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Questionnaire, the Emotional Intelligence Questionnaire and the Belbin Team Role Inventory. Statistical processing 
was performed with the specific version of Microsoft Office Excel 2003 and Sphinx Plus²- Lexica Edition - V5. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1. Questionnaires used with the Lime Survey tool 
3.1. Research results  
The battery of tests was used in University of Limoges, France on a sample of 125 subjects interviewed. 
Collection results began in June 2013 and ended in July 2013. The subjects’ average age was 37 years old. 45 
subjects were male and 76 female (Figure 2). The subjects’ nationality was: French, Chinese, Ivorian, Spanish, 
Swiss, Portuguese and Cameroon (Figure 3). Regarding their residency 65% are living in an urban residency and 
only 35% are living in a rural residency (Figure 4). 
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In the project team, using the MPQ questionnaire, the results showed us (figure 5) that subjects had mid-range 
scores for Cultural Empathy (CE), Open-mindedness (O), Social Initiative (SI) and Emotional Stability (ES) and, 
low scores for Flexibility (F). 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
                                                                Figure 5 MPQ results 
 
Reliabilities of the scales were satisfactory (Cronbach’s α reached a value above 0.70), and the MPQ questionnaire 
dimensions presented a substantial associations with measures of international orientation (intentions and 
motivations to make stages abroad) and multicultural activities (contacts with foreign people, knowledge of foreign 
languages). 
Table 1. Means, Standard Deviations Reliabilities and Scale Inter-correlations of the MPQ scales and dependent variables for the research group 
  M SD α 2 3 4 5 6 
1. Cultural Empathy 
(CE) 
                     3.56      0.63   0.79   0.65**          0.31**         0.17   0.14 0.29** 
2. Open-mindedness 
(O) 
                     3.46      0.49   0.84   -   0.48**         0.37** 0.36**          0.27** 
3. Social Initiative 
(SI) 
                     3.34      0.77   0.83  -   0.35**       0.34**         0.25** 
4. Emotional 
Stability (ES) 
                     3.2      0.75   0.72   - 0.45** 0.37** 
5. Flexibility (F)                     .3.1      0.70   0.71    - 0.37** 
Note. Significance level + p ‹ .10; * p ‹ .0.5; ** p ‹ 0.1 
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In the research sample the dimensions showed satisfactory internal consistencies (α = 0.79 for Cultural Empathy; α 
= 0.84 for Open-mindedness; α = 0.83 for Social Initiative and α = 0.72 for Emotional Stability, α = 0.71 for 
Flexibility). 
Using the Communication Style Questionnaire, the research results have shown us that the majority of the subjects 
had a specific communication style: action oriented, process-oriented, people-oriented or oriented ideas. Other 
subjects had a complex communication styles. Using this questionnaire, 68.8% of the subjects believed that teams 
are more effective than individuals and only 31.2% of the subjects loved innovation.  
 
  
Nb % cit. 
Je crois que les équipes sont plus efficaces que les individus 
 
86 68,8% 
J'aime beaucoup l'innovation. 
 
39 31,2% 
Total 125 100,0% 
 
 
Figure 5 Subjects’ answers regarding “I think teams are more effective than individuals” versus “I love innovation”  
 
The Emotional Intelligence Questionnaire has been identified that all the subjects had a higher level of personal 
and social competencies. Using the Belbin Team Role Inventory (Belbin Self-Perception Inventory), the results 
identified us some leaders, trainers, creators, assessors, resource investigators, team workers, implementers and 
completer finishers. In some cases, a part of the subjects have a combination between several styles (figure 6). 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 6 Belbin Team Role Inventory Results 
4. Conclusions 
For the twenty-first century organization, the multiculturalism presence is a success factor that provides a 
favourable environment for the cultural diversity development and management [1], [11]. The researchers and 
practitioners interests on cross-cultural project teams and development approaches have been in continuous growth 
in the last year.  
Based on the results obtained in this research, it can be made the robot portrait for this cross-cultural project team 
from University of Limoges. This team has several strengths and weaknesses. This cross-cultural project team is 
characterized by good multicultural personality, formed by mid-range scores for Cultural Empathy (CE), Open-
mindedness (O), Social Initiative (SI) and Emotional Stability (ES); a specific communication style, either action 
oriented, process-oriented, people-oriented or oriented ideas; had a higher level of personal and social competencies 
and using the Belbin Team Role Inventory was identified 36 implementers, 19 trainers, 21 monitor evaluators and 
17 subjects had a combination between several styles. Those are the strengths for this team.  
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This cross-cultural project team needs to improve the Flexibility for being able to adapt her behavior to new and 
unknown situations. When you work in another culture it is important to be able to change strategies because 
customary and trusted ways of doing things do not always work in a new cultural environment [15]. This cross-
cultural team, having score low for Flexibility, is tempted to to see new and unknown situations as a threat. Instead, 
team’s members are connected to trusted behavioral patterns, not being able to adapt and to adjust their behavioral 
pattern to unexpected situations in another culture. Regarding the communication style, the team should have a 
specific communication style: a process-oriented for ensuring a better project success. This cross-cultural project 
team should have less coordinators and more team workers and completer finishers. Those are the weaknesses for 
this team. 
From a practical perspective, this research provides a new way to indirectly understand the cultural diversity and 
the intercultural skills, tries to offer a set of best practices in order to advise project managers on how to act to obtain 
better results in their projects. 
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